Introduction
Equal opportunities policies in Europe are in the middle of a paradox. Without wanting to overstate the effectiveness of equal opportunity programmes in practice, particularly in improving working conditions for women and black people in lower paid or skilled jobs, there appears at the beginning of the 1990s a relatively favourable institutional base from which to fight discrimination in employment.
After years of campaigning, the European Community and the Treaty of Rome have insured a legal framework for equality of opportunity for men and women which exceeds what would have been likely to have been achieved in most national states on their own. Apart from legal and institutional initiatives, the number of employing organisations proclaiming themselves as equal opportunities employers and introducing measures to counter sex discrimination has never been higher. Initiatives in the field of race discrimination are less widespread and suffer from the absence of an EC social policy remit in this area. However, at least in some European countries such as Britain and the Netherlands, employers initiatives on equal opportunities are beginning to address race discrimination more seriously.
At the same time as there has been progress at the institutional level, European economies have been subject to recession and economic restructuring. Within personnel management this has led to a new emphasis on people management, or 2 human resource management, stressing the need for strategic personnel management, flexibility, quality, and devolution of responsibilities to line management. While there is little evidence of moves of an overall shift towards strategic human resource management, there is substantial evidence of moves towards flexibility, individualisation of employment contracts and rewards and of decentralisation of policy making to line managers. While in theory human resource management as a school might be interpreted as being supportive of equality of opportunity, given its emphasis-at least in some guises-on personnel development, quality and commitment, in practice these changes in employment and personnel policies are running counter to the conditions needed for successful implementation of equal opportunities policies.
This paper will draw on the findings of the Price Waterhouse Cranfield Project on
International Strategic Human Resource Management, based on responses of 5,500 employers from ten European countries: Denmark, France, Germany, Italy, the Netherlands, Norway, Spain, Sweden, Switzerland and the UK. After briefly charting the development of the framework for equal opportunities policies in the European Community the paper will examine equal opportunities practices in employing organisations, setting national differences in the context of legal and labour market developments. The paper will then contrast these developments with changes in employment practices, particularly in the fields of flexible employment contracts, remuneration and line management responsibility for personnel management.
The European Community and equality
Equal treatment of men and women is an important principle of the European
Community and is the subject of several directives and related activities under the social programme of the EC. Even if the inclusion of the principle of equal treatment in the Treaties of Rome (in the form of article 119) was mainly motivated by economic interests (mainly to protect "good" German employers from unfair competition through low wages, in the guise of French textiles producers), it nevertheless was the foundation for EC initiatives in the field which often far exceeded national legislation.
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Article 119 puts an obligation on member states to "ensure and subsequenhy ?:&aintain the application of the principle that men and women should receive equal pay for equal work" (quoted in Hall-Smith et al 1983 ~46) ; it moreover gives every woman in the EC the legal right to equal pay irrespective of national legislation, a provision that was particularly important to British women during the last decade. Article 119 also served as the foundation for a more extensive definition of the equality remit of the EC. During the 1970s and 1980s five equal treatment directives have further extended these principles of equality and have led, at least in some member states such as Britain, to the adoption of national legislation such as the Equal Pay Act .
Apart from the fourth and fifth directives that were passed in 1986, on occupational social security schemes and on self employment, further developments in this field during the 1980s were largely blocked by a shift to the right of some of the member state governments, most notably the British, who blocked the passing of any further directives or regulations in the field. The 1980s has seen more of a consolidation of these rights through a series of relatively favourable judgements by the European Court of Justice (see also Horberger, 1990, p.34; Lockhart and Brewster 1992, ~34 ).
I do not want to over-emphasize the importance of EC equality measures. Persistent occupational segregation, pay inequality and the growing concentration of women in precarious employment show how little has been achieved (see for example
Commission of the EC 1992). Moreover, many of the rights that were gained depend on the ability of individual women to take up legal cases, a process increasingly constrained by lack of financial resources even of organisations such as the EOC, as well as on an advantageous interpretation of the law by the judges at the European Court of Justice. However, while the EC clearly does not guarantee equality for men and women, the Treaties of Rome and the equality directives provide a platform from which to organise for greater equality and an instrument for the promotion of equal opportunities. How far these instruments can be effectively used in the interest of women not least depends on the political presence of people favourable to women's equality within the institutions of the EC and on the pressure which the women's and the labour movement can exert on these institutions.
Another aspect which at least indirectly illustrates the importance of EC legislation for women is the lack of a race dimension in the EC social policy remit. Norway. The proportion of women who work is almost as high as those of men, and in general labour force participation for both sexes is higher. Sweden and Norway at the time of the survey also were faced with very tight labour markets and rates of unemployment lower than 5%. initially led to an increase in labour force participation by encouraging women to reenter the labour market; however, the second increase in part time work came from full time women (the uptake among men continues to be low) converting their hours to part time (Sundstrom 1991). Thus instead of increasing it reduces available working time. In circumstances such as these, therefore, where participation is already very high, the targeting of women is less likely to be a response to labour market reasons and be more directly a reflection of equalities targeting.
The situation of women in the labour market has also influenced the general discussions and understanding of working patterns and 'women friendly' solutions at work. In Germany and Switzerland, as in the UK, the tight labour market in the late increased the focus on inequality at work and has raised the public profile of demands for more concerted efforts by employers to address discrimination in employment. In order to assess whether employers were taking up equal opportunities programmes, the survey asked whether employers were monitoring the composition of their workforce according to gender, race or disability, and with regards to recruitment, training or promotion. Equality monitoring is only part of an equal opportunities programme and as such no guarantee that employers are seriously concerned with achieving greater equality in their workforce. Arguably though it is an important precondition for the successful introduction of equalities measures and an indication that employers are actively involved in trying to change the existing composition of their workforces, particularly when it is not limited to recruitment and includes training or promotions; it thus should be a better indicator of activities in this field than the adoption of an equal opportunities policy alone. In most European countries discrimination against black and ethnic minority workers is much less of an issue than in the UK. The term 'equal opportunities' in the UK now is generally understood to include at least discrimination based on gender, disability and race or ethnic origin, as for example expressed in the code of practice on equal opportunities of the Institute of Personnel Management (Liff, 1989,p27 Table 6 are not fully comparable between countries. In this context the monitoring of recruitment might also be understood as a checking of working permits, unrelated to concerns over equality. In the UK and the Netherlands, however, a not unsubstantial minority of employers appear to have broader concerns regarding the share and distribution of black and ethnic minority people in the workforce, by also being concerned with the distribution of training or promotions. been made in understanding the barriers to further equality rather than in finding ways to overcome these barriers. Results from the few organisations who are publicly and seriously committed to greater equality are not encouraging particularly once the success of equal opportunities policies is not narrowed to a reduction in vertical segregation. Cockburn, for example, in her study of equal opportunities policies in 'leading edge' organisations found the equalities officers in these organisations "coherent and united in their disappointment in the achievements of 'equal opportunities' (Cockburn, 199 1. ~215) . However, even if anti-discrimination legislation has been in place for almost twenty years now, arguably it has only been recently that there has been a broader acceptance and interest among employers in remedying at least some aspects of under-representation. It might therefore be too early to judge the effectiveness of these measures. As with equality measures at a national or European level, the success of institutional equalities programme at employer level is to some extent dependent on how far there is pressure and interest among employees and commitment to enforcement from policy makers at national and enterprise level for their effective introduction, and not just on the legislative or institutional structures. are not explicitly drawn-a human resource management approach (in its textbook appearance as concentrating on commitment rather than rules, on flexibility, the development of people, quality and line management responsibility for personnel management issues (Guest 1987 , Legge 1989 ) might be more successful in achieving equality. Such criticisms, while highlighting important limitations to a purely bureaucratic approach to the enforcement of equal opportunities, appear to underestimate the conflict of interests that is bound to arise between those groups who are in a dominant position in the workforce, ie in the main white men, and those who will gain if the equal opportunities policy is successful. In other words there needs to be an element of enforcement and control to promote equal
opportunities. An important element of equal opportunities policies, without wanting to ignore or diminish systemic capitalist and/or patriarchal reasons for inequality, is the systematisation and regulation of personnel practices in order to exclude the direct or indirect discrimination in favour of men. To some extent bureaucratic and centralised environments therefore can be said to be more conducive to the promotions of equality.
15
The public sector and equality
Public sector employers, in the social democratic tradition of "the good employer" to some extent might be said to be prototypes of the patriarchal centralised personnel management systems. It is not only in Britain that the public sector is playing a leading role in the introduction and promotion of equal opportunities measures (see Graph 1). In Germany for example in 1987 130 local authorities had equalities units who were, as is common in the UK, responsible for internal personnel policies as well as aspects of service delivery (Meuser, 1989, pl) . In the Netherlands, the number of organisations who have introduced equalities monitoring is almost twice as high in public administration as it is in the private sector, and this also applies to race monitoring. So far the position of women in the public sector regarding promotions is not significantly better than in the private sector (see Commission of the EC, 1992, ~19). However, the public sector is also better at providing benefits for parents; according to the Price Waterhouse Cranfield Project in the UK in 1990/91 29% of public sector employers provided at least some childcare for employees, compared to only 3% of private employers. Similarly career break schemes, arguably considerably cheaper to organise, were provided by only 9% of private employers and by 28% of public employers. Budget cuts and public sector reforms are, however, now threatening the continuation of these programmes.
Equal opportunities and trends in personnel management
To some extent equal opportunities programmes at enterprise level, as well as at European level, might be called "a product of the era of welfare capitalism"
Cockburn 1991 p.35), of Fordism, mass production, low levels of unemployment and social democracy. At enterprise level this period was characterised by large units of productions, centralised personnel management and centralised industrial relations, and the growth of the welfare state, and with it of low paid but relatively secure jobs for women. The most extensive growth in the provision of equalities measures, however, has occurred in the last decades when the economy, personnel management practices included, were increasingly moving away from these patterns. Personnel or human resource management in the 1980s varies considerably throughout Europe.
However, in most countries it is increasingly characterised by decentralisation of decision making, including the introduction of profit centres, fragmentation of production units, sub contracting and a greater individualisation of terms and conditions. These are developments which, if it is accepted that the success of equal opportunities policies at least partly depends on rule orientation and monitoring, can undermine the success of equalities measures. This is particularly so when equal opportunities is defined as an improvement in living and working conditions of the majority of those who now face discrimination and is not limited to a focus on a more equal distribution of the most senior positions.
Flexibility
An important development in the last decade has been the growth of the use of contract flexibility. In the British debates about the increase in flexible contracts the major focus has been on whether the increase in flexibility is a sign of a strategic and fundamental shift in employers' behaviour or whether it rather reflects traditional short term responses by employers, which moreover are of a more limited nature than the pro-strategic shift literature suggests (Atkinson, 1985; Hakim 1990; Marginson 1991 , Pollert 1991 , JcGregor and Sproull 1991 . To some extent the focus of British debates on the issues of strategy might have partly obscured the broader implications for quality and equality of employment, particularly as the lack of strategic behaviour in personnel management does not appear to be limited to the use of flexible contracts (Purcell 1989 , Storey and Sisson 1989 , Guest 1991 . At a more macro economic level the growth in Britain and in many other European countries of part time and self employment and , to a lesser extent, of temporary or fixed term employment is not challenged, nor that this is leading to a casualisation of the employment conditions of a growing number of women (Rudolph et al 1987 , Marshall 1989 Herve 1991; Krannich 1991; Commission of EC 1992) . This worsening of employment conditions has been a major concern of reform efforts by the European Community. Their attempts at getting greater protecting for these workers, One of the most persistent signs of inequality between men and women is the unequal distribution of pay or earnings. Only Britain and Ireland have extensive legislation on equal pay for work of equal value, and even if the cumbersome nature of the legislation has made a wide uptake of its provision more difficult, it has led to a much higher profile of pay equity and equal value than in other European countries. Other European Community member states are bound by the Equal Pay directive but there has been little activity by either legislators or the labour movement to make use of the provisions. As can be seen from table 9, pay inequalities are particularly marked in Britain.
In spite of greater female labour force participation and, arguably, a greater public commitment to women's equality, pay differences between men and women are also ratified, agree to introduce equivalents to EC employment legislation. The limited progress that has been achieved in the area of pay discrimination in the France, Italy and Switzerland use it in the remuneration of clerical staff (see Table   10 ).
A study by the IRS/ EOC found that women had overall less access to merit/ performance related pay schemes, mainly because these are more frequent in managerial positions, where women are underrepresented (IRS/EOC 1991). The evidence of the effect of performance related pay on women's earning, where women are included in schemes in Britain, is so far limited to a few case studies. A MSF study of an insurance company found some, though minor, differences between the awarding of merit increases to male and female full time employees; the differences were significantly larger for part time workers. Other studies found that the real impact on pay inequalities comes through wage increases through promotions which women get more than men, but that performance ratings were not significantly 22 different. However, this is circumstantial evidence and more detailed information will hopefully be available shortlys. The decentralisation of personnel management responsibility
Parallel to the increase in variable and performance related pay there has been an increase in the responsibility of line managers for remuneration decisions (see Table   11 ). Table 11 also demonstrates the considerable change that is taking place in the public sector in several countries. In a situation where the majority of line managers are male, this increases the likelihood of wage discrimination in pay decisions. This danger is exacerbated by the way in which, at least in Britain, performance related pay is often introduced: without training, systematic back up or monitoring (Whyatt 1991). The responsibility of line managers has also increased in other area of personnel management, such as in recruitment and training and development. This decentralisation is often taking place without the support of explicit personnel strategies or central control and monitoring mechanisms and increases the scope for discrimination. The increase in the financial responsibility of managers, through the introduction of profit or cost centres (Kinnie 1989) , is also leading to a more critical or hostile approach to the costs involved in some equality measures. 2. The Northern Irish Equal Opportunities Commission are considering to take the British government to court over the introduction of compulsory competitive tendering because it has a proportionately greater effect on women than on men, and therefore arguably is indirectly discriminatory (NPEC 1992 
